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AGREEMENT
by and between
CITY OF MONROE, WASHINGTON
and
PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763
(Representing the Supervisory Employees)

January 01, 2017 through December 31, 2019

THIS AGREEMENT is by and between the CITY OF MONROE, WASHINGTON, hereinafter referred to as
the Employer, and PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 783, affiliated with the International Brotherhood of Teamsters, hereinafter refarred to
as the Union.

ARTICLE 1 RECOGNITION, UNION MEMBERSHIP AND PAYROLL DEDUCTION

1.1 Recognition — The Employer recognizes the Union as the exclusive bargaining
representative for all supervisory employees of the Employer, excluding managers and
those employees working less than three hundred and forty-six point six (346.6) hoursin a
consecutive twelve (12) month period.

1.1.1 "Full-time employee" shall mean an individual performing bargaining unit work in a
position that entails more than seventy (73) hours per month for more than eight (8) months
in any twelve (12) consecutive month period.

1.1.2 "Part-time employee” shall mean an individual working in a position that entails less than
seventy {70) hours per maonth for any period of time.

1.1.3 "Temporary employee” or "Seasonal employee"” shall mean an individual working in a
position that entails not more than eight {8) months. Should a temporary or seasonal
employee be employed for more than three hundred forty-six point six (346.6) hours during
any consecutive twelve (12) months, with that timeframe being calculated from January 1st
- December 31, the temporary or seasonal employee shall be eligible for PERS retroactive
to hire date. At the end of the eight (8) month period, the "temporary" or "seasonal”
employee will not be eligible to return to the same position until ancther three (3) months
has passed, unless hired into a full-time or part-time position. If the Employer requires a
temporary or seasonal employee to wear a uniform or City lego'd clothing, the Employer
shall provide such clothing to the employee; provided, however, temporary and seasonal
employees are not subject to Article 8.4,

1.2 Union Membership - It shall be a condition of employment that all employees of the
Employer covered by this Agreement who are members of the Union in good standing on
the effective date of this Agreement shall remain members in gocd standing and those who
are not members in good standing on the effective date of this Agreement shall, on the
thirty-first (31st) day following the effective date of this Agreement, become and remain
members in good standing in the Union. 1t shall aiso be a condition of employment that all
employses covered by this Agreement hired on or after its effective date shall, on the thirty-
first (31st) day following the beginning of such employment, become and remain members
in good standing in the Union.

1.21 The right of non-association of employees based on bona fide religious tenets or teachings
of a church or religious body of which an employes is a member shall he recognized. Such
employee shall pay an amount of meney equivalent to regular Unicn dues and initiation
fee to a non-relfigious charity mutually agreed upon by the employee and the Union. The
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ARTICLE 2

employee shall furnish written proof each month that such payment has been made or
initiate and maintain a payroll deduction with the Employer, and the Employer shall ensure
that the organization of choice is paid.

Payroll Deduction - The Employer shall deduct from the pay check of each employee who
has so authorized it the regular and/or delinquent initiation fee and regular and/or
delinguent monthly dues uniformly required of members of the Union. The amounts
deducted shall be transmitted monthly to the Union on behalf of the employees involved.
Authorization by the employee shall be on a form approved by the parties hereto and may
be revoked by the employee on request. The performance of this function is recognized as
a service to the Union by the Employer.

Pay Date - Employees will receive their paycheck on the seventh (7'} of each month. [f
the 7 of the month falls on a weekend cr a Monday holiday, the employee will be paid on
the preceding Friday. The Employer may in the future move to a system of more frequent
payroll cycles, such as a biweekly payroll cycle. In the event the Employer does move to a
more frequent payrol cycle, the Employer agrees to give the Union and the employees at
least ninety (90) days’ notice in writing.

Union Officials Time-Off - An'employee who holds a Unicn position {(Shop Steward and/or
member of the Negotiating Committee) may be granted time-off while conducting business
vital to the employees in the bargaining unit provided:

1.5.1  They notify the Employer in writing at least forty-eight (48) hours prior to
the time-off period,;

1.5.2 The Employer is able to properly staff the employee's job duties during the
time-off period,

1.5.3 The wage cost to the Employer is no greater than the cost that would have
been incurred had the employee not taken time-off; and

1.56.4 Employees shall nct transact Unian business while working on shift that in
any way interferes with the operation or normal routine of any department.

Union Notification - Within seven (7) days from the date of hire of a new employee, the
Employer shall forward to the Union the name, address, telephone and Social Security
number of the new employee. The Employer shall promptly notify the Union of all
employees leaving its employment.

Union Official Time-off - A unicn official who is an employee in the bargaining unit (Shop
Steward or alternate) may be granted a 48-hour paid time off bank for bonafide training
seminars or courses as endorsed by the union.

Sanctioned Picket Lines - Notwithstanding above, no employee shall be retaliated
against for refusal to cross a picket line of a strike sanctioned by the appropriate Central
Labor Council or Teamsters Joint Council # 28 (i.e.; outside contractor on strike).

HOURS OF WORK, OVERTIME, CALLBACK STANDBY AND BREAKS

2.1

Work day: The work day shall consist of (exclusive of meal time):

* Eight (8) consecutive hours work cn a 5/8 shift; or

e Eight (8) or nine (9) consecutive hours of work on a 9/80 shift; or
o Ten (10} consecutive nours of work on a 4/10 shift.
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Work week: The work week, allowing consecutive days off, may be composed of either:

» Five (5) consecutive eight (8) hour days; or

« Four (4) consecutive ten (10) hour days, or

* A 9/80 schedule {which includes eight (8) nine (9) hour days and one (1) eight (8) hour
day work week split at four (4) hours on this day).

However, deviations from the average forty (40) -hour work week of five (5} consecutive
eight {8) hour days will require approval from the department director.

Every effort will be made by the Employer to notify an employee twenty-four (24) -hcurs in
advance of a change in the employee’s work week. In the event the employee’s work week
is changed by the Employer with less than five (5) business days notice, the employes
shall be paid at time and a half for the first shift worked under the modified work week.
Exceptions shall be made in the event of local emergency conditions, in which case the
shift premium will not apply.

By mutual agreement between the employee and the Employer, an employee’s work week
or work day may be other than as set forth in Section 2.1 and 2.1.1.

Overtime - All hours compensated in excess of forly (40) hours in one (1) work week shall
constitute overtime. Overtime shall be paid at the rate of one and one-half (1 1/2) times the
employee's regular straight-time hourly rate of pay.

Overtime shall be paid for in increments of fifteen (15) minutes with the major portion of
each fifteen (15) minute increment being paid as fifteen (15} minutes.

Deductions shall be made for tardiness in increments of fifteen (15) minutes with the major
portion of each fifteen (15) minute increment being deducted as fifteen (15) minutes.

Overtime work shall be offered to qualified employees in rotation by seniority. Each division
or department will have separate overtime lists. The Employer shall maintain an overtime
rotation list, which shall indicate overtime worked by each employee, in a place where
employees have access to the list, whether online or in physical form. Cvertime worked
immediately preceding or immediately following an employee’s regular work shift shall be
paid subject to Article 2.2.1. When a Supervisor opis to be included in a division or
department's overtime rotation list, then the Supervisor shall work according to the
established practice of that division or department's rotation list. Scheduling of overtime
that falls outside the normal work day and normal work week at the Waste Water Treatment
Plan shaii follow the historical practice.

Compensatory Time - In lieu of overtime pay, compensatory time-off may be accrued
upon the request of the employee. Scheduling of compensatory time-off shall be subject to
approvai of the employee's superviser. Compensatory time-off shall be taken at the rate of
one and one-half (1-1/2) times the hours werked. The maximum number of hours that can
be accumulated is one hundred eighty (180) hours. This represents one hundred twenty
{120} hours actual overtime worked since empleyees receive one and one-half (1-1/2)
hours of compensatary time-off for each avertime hour worked.

All compensatory time accrued and not used or cleared by cash settlement shall be carried
over as accrued compensatory time. Notwithstanding the foregoing, in June and November
of each year the Employer will buyout an employee's unused accrued compensatory time
down to eighty (80} hours in June and forty {40) hours in November. An employee may,
at any time, opt to receive cash reimbursement for any unused compensatory time
accrued. Checks will be issued on the second and fourth Friday of each month.

Overtime should be authorized by the department supervisor and subsequently approved
in writing, except in emergency situations.
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The Employer may not change an employee's regular schedule to avoid the payment of
overtime.

Schedule - The City will make every attempt to provide a yearly schedule to Public Works
employees by February 28 barring any unforeseen circumstances.

Callback - An employee who has left work and is called back to weork after completion of
a regular day's shift shall be paid a minimum of three (3) hours at one and one-half (1-1/2)
times the employee’s regular straight-time hourly rate of pay, regardless of the time actually
worked; provided however, if the employee's regular shift starts less than three {3) hours
from the time the employee started work on the callback, the employee shall receive one
and one-half {1-1/2) limes the employee’s regular straight-time hourly rate of pay only for
such time as occurs prior {0 the commencement of the employee’s regular shift. Provided,
however, that call out/standby duties/holiday call back minimums apply only in situations
in which an employee is called back to work, prepares for work, and actually reports for
duty. Requests for information, assistance or direction when conducted by cell phone or
other electronic device and when the employee is not required to report to work, shall be
paid on a time-spent basis with a fifteen {15) minute minimum at the overtime rate.

Standby Duty - An employee who is required to be available and subject to call shalt
receive a Standby Duty Allowance in accordance with the following schedule:

Weekly Standby Duty - Weekly Standby Duty shall commence at the end of the
employae's regular work shift on Friday and continue until the beginning of the regular
starting time the following Friday. An employee on Weekly Standby Duty shall receive
twelve (12) hours of compensatory time-off for such duty.

Weekend Standby Duty - Weekend Standby Duty shall commence at the end of the
employee's regular work shift on Friday and continue untit the beginning of the regular
starting time the following Monday morning. An employee on Weekend Standby Duty shall
receive eight (8) hours of compensatory time-off for such duty.

Evening Standby Duty - Evening Standby Duty shall commence at the end of the
employee's regular work shift and continue until the beginning of the regular starting time
the following day. An employee on Evening Standby Duty shall receive one (1) hour of
compensatory time-off per evening.

Holiday Standby Duty - When a contractual haliday occurs during an employee's Standby
Duty assignment, the employee shall receive an additional hour of compensatory time for
each holiday occurring during the assignment.

Employees who are assigned to Standby Duty and who are called cut shall be
compensated pursuant to the Callback provision in addition to the Standby Duty Allowance.

Standby Duty requires employees to be accessible, available, and able to report for duty
within thirty (30) minutes if called. Department heads are responsible for determining the
need for Standby Duty and for assigning employees to Standby Duty. Supervisors shall
maintain a standby roster of all qualified employees who may be required to serve on
Standby Duty. An equitable rotation procedure shall be followed in requiring employees to
serve on Standby Duty.

The Employer shall provide paging devices to those employees on Standby Duty.
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ARTICLE 3

Standby Duty assignments shall be rotated amongst those qualified bargaining unit
employees who have designated their preference to work Standby Duty. If no one
volunteers to be on Standby, then it shall be assigned to the least senior employee, by
rotation. Public Works supervisors will be included in the Standby rotation (even when
working at a higher classification} at their hourly rate of pay. If the supervisor elects comp
time, such comp time will be earned hour for hour. if the supervisor elects to cash out such
comp time it will be paid at their hourly rate of pay.

On a rotating basis, Parks employees who are not eligible for Standby Duty will be eligible
to receive comp time for opening and closing parks. Comp time will be based on an
additional one (1) hour per day to facilitate this function. If an employee works greater than
forty (40} hours per week, they will receive these additionat comp hours as one and one
half {1 1/2) times their hourly rate of pay {i.e. eleven [11] hours per day x four (4} days
would mean four (4) hours of comp time at time and a half).

Treatment Plant Operators shall continue to respond to call outs af the treatment plant on
the same basis as existed as of the signature of this Agreement.

Higher Classification - In the event an employee works in a higher classification than that
to which the employee is regularly assigned, the employee shall be paid at Step A in the
higher classification or an additional five percent (5%) of their base wages, whichever is
greater, provided the employee has worked for a pericd of not less than one (1} work week
(i.e., 5/8, 4/10, 4/9) in the higher classification, or, as an alternative to the higher rate of
pay, the employee may elect to receive compensation through the accrual of compensatory
time off which equals the value of their higher rate of pay at the actual work hours rounded
up to the nearest fifteen (15) minute increments. Employees who are directed in writing to
fulfill duties of their Managers in their absence shall receive an additional five percent (5%)
of the employees’ base wage in compensation, provided the employee has worked for a
period of not less than one (1) work week (i.e., 5/8, 4/10, 4/9) in the higher classification.
Public Works Supervisors in Operaticns and Maintenance will rotate the duty when filling
in for their Manager. As an alternative to the higher rate of pay, the employee may elect to
receive compensation through the accrual of compensatory time off which equals the value
of their higher rate of pay at the actual work hours rounded up to the nearest fifieen (15)
minute increment.

Shift Differential - Any non-overtime hours worked between the hours of 6:00 p.m, and
6:00 a.m., will be compensated an additional one dollar and thirty cents ($1.30) on the
hourly base rate.

Any non-overtime hours worked on Saturday or Sunday will be compensated an additional
one dollar and thirty cents ($1.30) on the hourly base rate.

Exceptions shall be in the event of local emergency conditions, in which case the above-
mentioned premiums would not apply.

Breaks - The Employer will maintain the current practice of providing paid breaks.

PROBATION PERIOD, LAYOFF, RECALL AND JOB VACANCIES

3.1

Probation Period — New employees shall be subject to a probaticn period of one (1) year.
The probation pericd will commence with the employee’s date of hire, during which period
the employee will be evaluated by the Employer and may be subject to discharge without
cause. The grievance procedure shall not be utilized to resolve disputes pertaining to
discipline, including suspension and /or discharge of the employees during the probation
period.
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Notwithstanding the above, once employees have reached six (8) months of service, they
shall be eligible for accrued vacation hours (per Section 8.1).

Trial Period — An employee who transfers to a different bargaining unit pasition shall be
subject to a six (6) month trial service period to demonstrate his/her ahility and capacity to
perform the duties of the new position. The employee will have the option to retum to
his/her former position within thirty (30) days from the start of the trial service pericd. An
employee who is unable to satisfactorily perform the duties of the new position during the
trial service period shall be returned to the position the employee held immediately prior to
the transfer.

Layoff, Recall and Job Vacancies - In layoff, recall and filling job vacancies, the Employer
shali give consideration to an employee’s length of continuous service with the Employer
and abiiity to best perform the duties required in the job. In applying this provision it is the
intent to provide qualified employees with opportunities for promotion and the Employer
with efficient operations.

Layoff - In the case of layoff, the employee with the shortest length of continuous service
in the lowest grade in the department affected shall be laid off first, provided those
remaining on the job have relatively equal qualifications and job performance. The
Employer shall provide the bargaining unit, the Union and the employee with sixty (80)
calendar days’ notice prior to layoff. For purposes of this section, relative job performance
shall be as measured by the employee’s annual performance evaluations and shall he
measured by the knowledge, abilities and skills required for the position. The employee
with the least seniority in the bargaining unit shall be the first laid off. The Union recognizes
the Employer's right to select necessary deparimental cuis (positions that may be
eliminated and/or unfunded). When such cuts eliminate a position which is not filled by the
least senior employee of the bargaining unit, the employee shall be able to bump any less
senior employee in a position or classification the affected displaced employee has
previously held in subsequent order, beginning with the most recent position held.

Bumping — When an employee has the opportunity to bump back intoc a previously held
position, he or she will be required to submit to and pass any and all employee background
checks that are applicable and/or required by the Cily for the position. If the affected
employee has never held an alternate position within the City and his or her position is
being eliminated, the employee may be laid off, as he or she does not have the ability to
bump less senior employees. Affected employees with the same date of hire will be laid off
based on job knowledge, skills and abilities as requirad by the position. The employee who
is bumped by the affected employee shall have the same rights under this Article. This
process shall continue until the least senior employee is laid off. Employees who are
eligible to bump to a previously held position must exercise their bumping right within five
(5) work days. All bumping will be completed within the sixty (80} calendar day notice
period. If an employee moves out of a Teamster Local Union No. 763 bargaining unit to
accept another position with the City for longer than six (8) months, said person shall not
be able to bump back into Teamster-covered employment. An employee who, because of
a reduction in the force or elimination of positions, has no employees to supervise shall
retain his/her supervisor rate of pay for six {6) months. The employee’s rate of pay after six
(6) months will be determined via mutual negotiations between the City and the Union.

Recall - In the case of recall, those employees with the longest length of continuous service
in the classification affected shall be recalled first, provided they can best perform the
duties required in the job. An employee on layoff must keep both the Employer and the
Union infermed of the address and telephone number where the employee can be
contacted. When the Employer is unable to contact an employee for recall from fayoff, the
Union shall be so notified. If neither the Union nor the Employer are able to contact the
employee within five (5) business days from the iime the Union is notified, the Employer's
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obligation to recall the employee shall cease. The Employer shall have no obligation to
recall an employee after the employee has been on continuous fayoff for a period of one
{1) year. Also, if an employee does not return to work when recalled, the Employer shail
have no further obligation to recall the employee.

324 Job Vacancies - Notices of job vacancies shall be posted on the bulletin board and/or on
the City’s web site for at least five {5) business days, and employees shall be notified of
postings. Employees who desire consideration for such openings shall notify the Employer
by following the internal application process and completing a Transfer/Promotion Request
Form. When a regular job vacancy occurs, present employees shall be given first
consideration for filling the vacancy. The position shall be filled by the most gualified
applicant. The determination as to whether or not any vacancy is filled shall continue to be
retained by the Employer.

ARTICLE 4 WAGES

4.1 The monthly rates of pay for employees covered by this Agreement shall be as set forth in
Appendix "A" to this Agreement. Should it become necessary to establish a new job
classification within the bargaining unit during the term of the Agreement, the Employer
may designate a job classification title and salary for the classification. Any new
classification and salary shall be negotiated prior to implementation.

4.2 An employee promoted from one classification to ancther shall be placed into the lowest
pay STEP of the higher classification which still provides for at least five percent (5%)
increase above that currently being received by the promoted employee.

ARTICLE 5 HOLIDAYS

5.1 The following days or day in lieu thereof shall be recognized as paid holidays:

New Year's Day January 1t

Martin Luther King Jr's Birthday 3 Monday in January
President’s Day 3 Monday in February
Memorial Bay Last Monday in May
Iindependence Day July 4th

Labor Day 18t Monday in September
Veteran's Day November 11t

Thanksgiving Day 4% Thursday in November
Day after Thanksgiving 4% Friday in November
Christmas Eve (4 hours afternoon}  December 24

Christmas Day December 25

Two Floating Holidays in 2017, and  Date to be selected by mutual
one Floating Holiday each year agreement hetween employee and
thereafter employer.

5.1.1 Employees who work on holidays shall be paid at the rate of one and one-half (1-1/2) times
their regular straight-time hourly rate of pay for hours worked. Holiday pay will not exceed
eight (8) hours, even if working an alternate work schedule (i.e., 4/10, 3/12, or 5/7).
Employees who work a varied shift (i.e., Tuesday through Saturday) shall receive a
substitute day off with pay if the holiday falls outside of their normal work schedule (i.e.,
Monday hcliday would receive Tuesday as a substitute day off).

512 Employees who work a 24/7 schedule will recognize holidays on the actual day of the

holiday for the purpose of calculating holiday pay (i.e.; city recognizes Monday as a holiday,
when Sunday is the actual holiday).
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ARTICLE &

To qualify for holiday pay, employees must have been on the payroll prior to the holiday
and on pay status the normal work day before and the normal workday after the holiday.

The holidays listed above represent specific events as indicated. Should the dates for any
said holiday be changed by the Legislature or the Governor of the State of Washington,
said heliday shall be ehserved on the date established by the change and not on the date
set forth above.

All full-time employees shall be paid for all approved holidays regardless of which day in
the week the holiday should fall. No employee shall be called to work on an approved
holiday for less than four {4} hours pay, at the overtime rate, whether or not the employee
performs four (4) hours of work. The employee has the option to take the overtime as
compensatory time.

Employees who work less than eight {8) hours per day shall receive holiday benefits on a
pro rata basis. For example, if an employee normally works four (4) hours per day and the
normal workday is eight (8) hours, the employee shall receive four (4) hours compensation
at his regular straight-time hourly rate of pay for each contractual holiday.

LEAVES

6.1

Vacation Leave - Each year full-time employees shall individually accrue vacation on the
following basis in accordance with the employees accumulated continuous service:

Years of Employment: | Hours per.Year: | Hours accrued per month:_

New Hire - 2 88 7.33
3 96 8.00
4 104 8.67

5-7 128 10.67

8-9 136 11.33

10-14 144 12.00

15 and thereafter 162 12.67

+ gight (8) hours for each year thereafter
up to a maximum of 208 hours.

Vacations shall be scheduled by the Employer after considering departmental
requirements and the times that the employee finds most suitable for their vacation.

An employee may carry over excess vacation up to a maximum of:

- Years of Employment: : Hours: - -/
1-2 100
34 120
5-9 130
10-14 140
15-19 150
20+ 160

Provided that the maximum vacaticn an employee may cash out upon termination or
retirement shall be one hundred (100) hours. All vacation time in excess of one hundred
(100) hours shall be forfeited.

Upon the effective date of termination of an employee's employment, such employee shall
thereupon cease to be an employee of the Employer. Such employee shall then be entitled
to be paid at their current rate of pay for any earned vacation leave time which has not
been used or forfeited for failure to timely claim, unless the termination is for just cause as
established by the Employer's employment termination policy statement.
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6.2

6.2.1

6.2.2

6.2.3

6.2.4

Each employee shall submit their requested vacation by April 1st of each year. Vacations
shall be scheduled in accordance with seniority. Vacation requests submitted after April
1st shall be scheduled on a first come, first served basis. Within ten (10) working days from
receipt of a vacation request, the Employer shall advise the employee of the status of such
request.

Full-fime employees who work less than forty (40) hours per week shall receive vacation
benefits on a pro rata basis. For example, if an employee normally works twenty (20) hours
per week and the normal work week is forty (40) hours, the employee shall receive a pro-
rata share of the vacation accrual of a full-time emplayee, based on hours worked.

Once an employee has given notice of their intent to terminate employment with the
Employer, vacation may not be scheduled and/or taken in lieu of working the last two (2)
weeks of employment, unless approved by the Department Director. The effective date of
a termination will be considered to be the actual last day the employee worked.

Employees may not take vacation prior to earning vacation (negative balances are not
permitted). If vacation is not available, the employee must take any time-off as unpaid. If
employees terminate prior to the end of the year, unearned vacation time will be prorated
based on termination date.

Sick Leave - Sick leave must first be earned as a result of completed service with the
Employer and shall be computed from the employee’s first month of employment. The rate
of accrual shall be those amounts earned under the applicable ordinance and/or Labor
Agreement in effect at the time such benefit was earned. Employees may naot take sick
leave prior to earning sick feave (negative balances are not permitted). Earnaed vacation
leave may be taken at any time during a period of sickness after expiration of sick leave. Hf
sick leave and vacation leave are not available, the employee must take any time-off as
unpaid.

Full-time employees shall accrue sick leave at the rate of eight (8) hours for each completed
calendar month of service. Full-time employees who work less than forty (40) hours per
week shall accrue sick leave benefits on a pro rata basis. For example, if an employee
normally works twenty (20) hours per week and the normal work week is forty (40} hours,
the emplayee shall receive four (4) hours-for each month of employment

Sick leave may accumulate until claimed and used. Sick leave time which is used by an
employee shall be deducted from the employee's accumulated sick leave time.

After five (5) continual days of absence, the employee shall provide a written report from
the employee's doctor verifying the illness or incapacity. If the period of absence claimed
as sick leave does not exceed five (5) days, no doctor's certificate shall be reguired to
accompany the request for approval of sick leave time.

An employee who has a record of habitual unscheduled absence and/or consistent sick
leave abuse shall be subject to corrective action up to and including termination (to the
extent that it does not interfere with an employee’s rights under the FMLA and state and
federal disabilities acts). The action taken should be based on the nature and extent of the
absences and success and failure of any previcus attempts to correct the employee’s
attendance. Corrective action may occur even if there is available leave time that has not
been exhausted. If an employee is subject to corrective action, the employee shall be
required to provide a written report signed by the employees’ doctor verifying the iliness or
incapacity after three (3) consecutive days absence.
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6.2.5

6.2.6

6.2.7
6.2.8

6.3

Employees who use ten {10} hours or less of sick leave (including protected leave) during
a calendar year (January — December) shall be granted a bonus day off during the
succeeding calendar year. For such employees, ten (10) hours shall be added to the
employees’ vacation leave bank on January 1% It is the responsibility of the employee to
notify Human Resources if they have used less than ten (18) hours in any calendar year.
The employee must contact Human Resources by March 15t to be eligible to receive their
ten {10) hour bonus.

Approved grounds for use of sick leave shall be:

6.2.6.1 Dactor's or dentist's appointments {(managers may ask that the employee
reschedule doctor appointments, if the request would create hardship to
the department),

8.2.6.2 Employee's own iliness, physical incapacity or quaranting;

6.2.6.3 Care of a child of the employee under the age of eighteen (18) with a
health condition that requires treatment or supervision; {child shall mean
a biological, adopted, or faster child, a stepchild, a legal and, or a child of
a person standing in Joco parentis).

6.2.6.4 Care of a spouse, registered domestic partner, pareni, grandparent,
parent-in-taw, or a member of the immediate family as defined in Section
6.3 below for whom the employee is responsible under a durable power of
attorney for healthcare with a serious health conditicn or during a health
emergency;

6.2.6.5 Forced gquarantine of the employee in accordance with State or
Community health regulations;

6.2.6.6 VWhen bereavement leave has been exhaustied; six {B) additional days may
be deducted from the employee’s accumulated sick leave bank;

6.2.6.7 Any other situation that would qualify the employee for family medical
leave under the Family Medical Leave Act (FMLA), Washington Family
Care Statute or Washington Family Leave under RCW 40.78 or current
City Policy.

Worker’s Compensation shall be paid according to City Policy.

Cash Payment Upon Termination — Upon termination from City employment employees
shall be paid a lump sum payment. Employees hired prior to December 21, 2005 shall be
based upon three (3) days of pay for each four {4) days of accrued leave at the employee's
then current daily pay rate. Employees hired after December 21, 2005 shall be paid based
upen two (2) days of pay for each four (4) days of accrued leave at the employee’s then
current daily pay rate. Provided however, the maximum number of hours of pay shall be
eight hundred (800), unless the termination is for just cause. Note: only the first one
hundred and ninety-two (192) hours (24 days} of sick leave paid are included in the final
calculation for PERS benefits. Employees hired on or after January 1, 2013 into any
Teamsters bargaining unit have no vested right in accrued sick leave at the time of their
separation.

Bereavement Leave - If an employee suffers a death in the "immediate family", such
employee shall be allowed up to three (3) days off with pay. Bereavement leave shall be
granted upon approval of the Department Directer. "Immediate family" shall be defined as
spouse, registered domestic partner, children (including step child), parents (including
step-parents}, mother-in-law, father-in-law, siblings {including half brethers/sisters and step
brothers/sisters}  sister-in-law, brother-in-law, grandparents {including spouse’s
grandparent or registered domestic partner's grandparent), aunt, uncle, niece, nephew,
grandchildren (including step grandchildren), and one who was a member of the
employee’s household at the time of the person’s death or at the time of the cnset of the
person’s fatal iliness.
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6.4

6.5

6.5.1

652

ARTICLE 7

Judicial Leave shall be paid as per City Policy.

Leave of Absence - A regutar employee who desires a leave for personal or business
reasons shall ke granted two (2) days teave without pay each year.

Non-Medical Leave of Absence - If authorized by the City Administrator, regular
employees may take up to twelve (12) months leave of absence without pay. Such leaves
shall not constitute a break in service but no benefits shall accrue during the leave of
absence.

Medical Leave of Absence — In cases involving leave of absence for medical reasons,
the City will grant up 1o twelve (12) months of teave, without pay, inclusive of FMLA, for
treatment and recovery from illness or injury, provided such employee has a reasonable
prognosis of returning to work within that twelve (12) month period. If physically able, the
employee will be returned to their previous position or a substantially equivalent position.
If the employee is not physically able 1o return to his/her previous position, he or she may
be placed in an open position in the bargaining unit for which the employee qualifies.

HEALTH AND WELFARE

7.1

7.2

7.2.14

722

7.2.3

Health Insurance, Retiree Welfare Trust (RWT), VEBA, Deferred Compensation —
See Appendix A.

Teamster's Pension Plan - Western Conference of Teamsters Pension Trust — Effective
January 1, 2017, based on the previous month's hours, the Employer shall pay into the
Western Conference of Teamsters Pension Trust (WCTPT) on account of each member
of the bargaining unit, sixty cents ($0.60) for each hour compensated. In addition, effective
January 1, 2017, the employees shall atso contribute one dollar and forty cents ($1.40) for
each hour compensated through a pre-tax payroll diversion. The fotal contribution paid by
the Employer to the Trust is two dollars ($2.00) for each hour compensated. Effective
January 1, 2018, based on the previous month's hours, the Employer's contribution shall
be increased to sixty-five cents ($0.65) for each hour compensated, for a total contribution
paid to the Trust by the Employer of two dollars and five cents ($2.05} for each hour of
compensation. Effective January 1, 2019, based on the previous month’s hours, the
Employer's contribution shali be increased to seventy cents (30.70) for each hour
compensated, for a total contribution paid to the Trust by the Employer of two dollars and
ten cents (32.10) for each hour compensated.

The total amount due for each calendar month shall be remitted in a lump sum at the time
specified by the Administrator of the Trust Fund. The Employer shall abide by such rules
as may be established by the Trustees of said Trust Fund to facilitate the determination of
the reporting and recording of contribution amounts paid on account of each member of the
bargaining unit.

Anytime during the life of this Agreement the one dollar and forty cents ($1.40} per
compensable hour contribution rate set forth within this Agreement may be increased,
provided however, any such increase shall have been the result of a majority decision by
secret ballot vote held amongst the bargaining unit membership; and provided further, any
such increase shall result in a corresponding decrease of like amount in the monthly
eamings on a pre-tax basis for all employees covered by this Agreement.

Notwithstanding Sections 1.1, 1.1.1, 1.1.2 and 1.1.3 of the collective bargaining agreement,
it is recognized that the hourly contributions required to be paid into the Western
Conference of Teamsters Pension Trust on behalf of all bargaining unit employees
pursuant to this memorandum of understanding shall also be paid on behalf of any
temporary, seasonal or part time employee for the very first hour of compensation, with a
corresponding reduction in the Employee’s monthly earnings on a pre-tax basis.
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ARTICLE 8

MISCELLANEQUS

8.1

8.2

8.3

8.4

8.4.1

8.6

8.6

8.7

8.8

8.9

8.10

8.11

Education Reimbursement - Employees may request education reimbursement pursuant
to City Policy. In the event the Employer budgets for education reimbursement of
employees, the employees will be notified as soon as practicable.

Light Duty - Bargaining Unit members will receive Light Puty per City Policy.

Uniforms - The Employer may establish a dress code for employees. If the Empioyer
requires City logo'd clothing to be worn, it shall be furnished by the Employer. Each
employee shall be responsible for custody and return, if required, of the clothing items
assigned to the employee.

Safety Work Boots - The Employer shali purchase and repair or replace as needed one
(1) pair of safety work boots meeting or exceeding ANSI, OSHA, or WISHA standards per
employee, up to a maximum of two hundred and twelve dollars {$212.00} per year.
Employees shall only wear the boots while at work or while in direct route to and from work.
Employees shall be responsible for conforming to State statutes relating to safety footwear
and for maintenance of the safety boots. Should a new employee not successfully complete
their crientation period, the employee shall be required to reimburse the Employer for the
cost of the boots on a pro-rata basis.

Employees shall be responsible for conforming to State statutes relating to safety footwear
and for the maintenance or repair of safety boots.

Personal Protective Equipment (PPE) - The Employer shall furnish personal safety
equipment for the employee's use. The Employer may require the employee to reimburse
the Employer the cost to replace the equipment in cases of obvious misuse or inattention.
Personal safety equipment shall include, but not limited to, eye protection, hard hats, traffic
vests and gloves where needed. The City Safety Committee should be referred to for
recommendations concerning safety equipment.

Foul Weather Gear - The Employer shall furnish foul weather gear where needed. The
Employer may require the employee to reimburse the Employer the cost to replace the
equipment in cases of obvious misuse or inattention.

Showers - Showers shall be provided for those employees working with sewers or with
toxic materials.

Performance of Duty - Nothing contained in this Agreement shall be construed to give an
employee the right to strike and no employee shall strike nor shali the employee refuse to
perform assigned duties to the best of their ability. Violation of this Section may result in
disciplinary action.

Residency - The Employer shall have no restrictions as to residency requirements for any
bargaining unit employees, unless any such restrictions are based upon job-related criteria.

Safety - The Employer and employees shall comply with all safety requirements pertaining
to any applicable job classifications.

Management Rights - It is understocd and agreed that the City possesses the sole right
and authority to operate and direct the employees of the City and its various departments
in all aspects, including but not limited to, all rights and authority exercised by the City prior
to the execution of this Agreement, except as modified in this Agreement. These rights
include, but are not limited to:
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8.12

8.13

ARTICLE 8

a. The right to determine its mission, pelicies and to set forth &i standards of service
offered to the public;

b. To plan, direct, controt and determine the operations cr services to be conducted
by employees of the City;
C. To determine the methods, means and number of personnel needed to carry out

the department’s mission;

To direct the working forces;

To hire, assign or to promote employees within the City (subject to article 3);

To suspend, discipline or discharge for just cause;

To layoif or relieve employees due to lack of work or funds

To make, publish and enfarce rules and regulations;

To introduce new or improved methods, equipment or facilities;

To confract out for goods and services;

To take any and all actions as may be necessary to carry out the mission of the
City in situations of civil emergency as may be declared by the Mayor, City
Administrator; provided, that no right enumerated herein shall be exercised or
enforced in a manner contrary fo or inconsistent with the provisions of this
Agreement.

l To determine the work schedules.

AT TQ 0 O

Entire Agreement - The Agreement expressed herein in writing consiitutes the entire
agreement between the parties, and no oral statement shall add or supersede any of its
provisions. The parties acknowledge that each party has had the unlimited right and
opportunity to make demands and proposals with respect to any matter deemed a proper
subject for collective bargaining. The results of the exercises of that right are set forth within
this Agreement.

Personnel Manua] - The City of Monroe personnel policies and procedures shall apply to
employees in the bargaining unit. Where there is a conflict between such policies and
procedures and this Agreement, this Agreement shall govern. Any changes in policies and
procedures applicable to employees in the bargaining unit that are mandatory subjects of
bargaining shall be negotiated between the Employer and the Union. The Employer shall
furnish the Union and each employee in the bargaining unit a copy of the Employer's
policies and procedures.

WARNING NOTICE

9.1

The Employer shall not discharge nor suspend any employee without just cause.
Disciplinary action shall be based on the seriousness of the sifuation and the relevant
circumstances, up to and including immediate termination. Discipline less than termination
shall include, but is not limited te, a written warning notice {reprimand or documented verbal
warning) or suspension wiithout pay. Verbal counseling and perfoermance appraisals shall
not be considered disciplinary action.

A written warning notice shall set forth the complaint against the employee and shall be
presented to the employee with a copy forwarded to the Union.

Wiithin fifteen (15) scheduled working days after the Employer’s discovery of an occurrence
that may be grounds for discipline, the Employer shall notify the employee in writing, with
a copy to the Union, of its intent to investigate the matter. Thereafter, disciplinary action
(i.e. reprimands, suspension, demotion or discharge), to be considered valid, must be
issued within thirty {30) calendar days after an investigation of the facts is completed. A
single thirty day extension of the thirty-day (30) deadline wili occur following written notice
from either the Employer or the Union {certified return receipt).
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ARTICLE 10

Disciplinary action shall remain in the employee’s file for a period of three (3) years and
given appropriate weight in subsequent personnel actions, which are appealable through
the grievance procedure. The weight given by an arbitrator hearing an appeal shall take
into consideration the severity of the incident(s) and whether there are any recurring
incidents of a similar nature, including the length of time since the last incident occurred.

GRIEVANCE PROCEDURE

10.1

10.1.1

10.1.2

10.1.3

10.1.4

10.1.56

10.1.6

10.1.7

A grievance shall be defined as an issue raised relating to the interpretation, application or
claim of violation of any express terms or provisions of this Agreement. A grievance shall
be filed at the lowest level of supervision where the supervisor can resolve the grievance,
however, where practical, the employee will notify their first level supervisor of the filing of
any grievance. 1t will be the employee's and or the Union’s responsibility to inform the
appropriate level of supervision, via written request, to move the grievance to the next step
of the process, The employer shall provide a response to the employee at each level within
the timeline specified.

STEP 1 - An employee and/or the Union, within ten (10) business days from knowledge of
the occurrence of an alleged grievance (but in no event more than sixty (60) calendar days
from the date of the occurrence), may bring said grievance to the attention of the Manager.
The Manager shall make every effort to resolve the alleged grievance within ten (10)
business days.

STEP 2 - Should the Manager fail to resolve the alleged grievance within ten (10) business
days, then the matter shall be referred to the Department Director, who shall have an
additionaf ten (10} business days to resolve the alleged grievance.

STEP 3 - The Department Directer shall make every effort to resolve the alleged grievance
with ten (10) business days. Should the Department Director fail to resolve the alleged
grievance within ten (10) business days then the matter shali be referred to the City
Administrator, who shall have an additional 10 business days to resolve the alieged
grievance. Should the Department Director and the City Administrator fail to resolve the
matter, then the Union shall have the right to submit a demand for arbitration to the
Employer.

STEP 4 - The Employer and the Union shall immediately upon the demand for arbitration,
select an arbitrator to hear the dispute. If the Employer and the Union are unable to agree
upon an arbitrator within ten (10) business days after receipt by the Employer for such
demand for arbitration, the Union may request a list of nine (9) arbitrators from the Public
Employment Relations Commission. After receipt of same, the parties involved shalt flip a
coin for the first strike and then aliernately strike names, one at a time, until only one (1)
name remains, who shall upon hearing the dispute, render a decision which shall be final
and hinding upon all parties. The Union will address grievance issues and follow up in a
timely manner.

Business days shall he defined as Monday through Friday, excluding designated city
holidays and City Hall closures.

The employee and or the Union must advance the grievance within ten (10) business days
or it will become null and void. The Employer must respond within 10 business days of the
grievance will advance automatically to the next step.

The above timeframes may be extended by mutual agreement of the Employer and the
Union.

AGREEMENT 2017-2019
CITY OF MONRCE (SUPERVISORY)
PAGE 14




10.1.8 The expense of the arbitrator, the cost of any hearing room and the cost of a shorthand
reporter, unless such are paid by the State of Washington, shall be borne equally by the
employer and the union. In resolving such matters, each party shall bear their costs of
representation, including witness and attorney fees.

10.1.9 The final and binding step in resolving disputes regarding the interpretation or application
of terms of this agreement shall be grievance arbitration. Any issue processed as a
grievance by an employee or the Union the subject of which is unlawful discrimination on
the basis of race, creed, colar, religion, sex, age, national origin, marital status, sexual
orientation, citizenship status, disability, or veteran status, may not also be processed in
any other forum. Any issue processed in any other forum, including alleged unlawfui
discrimination, by an employee or the union shall not be submitted to grievance arbitration.
This is providing that jurisdiction is not refused when remedy is sought by the empioyee or
the union outside the grievance procedure and is intended to be consistent with an
employee’s rights within applicable law.

ARTICLE 11 SEPARABILITY AND SAVINGS

11.1 Should any provision of this Agreement be held invalid by operation of law or by any tribunal
of competent jurisdiction, or if compliance or enforcement of any provisions should be
restrained by such tribunal pending a final determination as to its validity, the remainder of
this Agreement as it relates to persons or circumstances cther than those to which it has
been held invalid shall not be affected thereby. In the event that any provision of this
Agreement is held invalid or enforcement of or compliance with has been restrained, as
hereinbefore set forth, the Employer and the Union shall enter into immediate collective
bargaining negotiations upon the request of either party for the purpose of ariving at a
mutually satisfactory replacement for such provision during the period of invalidity or
restraint. In the event the Employer and the Union fail to reach an agreement as to a
replacement for such provision, such dispute shall be submitted to the grievance procedure
for finat resolution.

ARTICLE 12 DURATION

12.1 This Agreement shall be effective January 01, 2017 and shall remain in full force and effect
through December 31, 2019 and shall remain in effect during the course of negactiations on
a successor Labor Agreement.

Any changes in wages, hours or working conditions from those previously in effect shall
become effective upon the execution of this agreement unless a specific, different effective
date is indicated for a particular change.

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL CITY OF MONROE, WASHINGTON
EMPLOYEES AND DRIVERS LOCAL UNION
NO. 763, affiliated with the International

Brother?od of Teamsters} Nv) : _

Scott A. Sullivan, Sécretary-Treasurer

Date 3"%%* %%
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APPENDIX A
by and between
CITY OF MONROE, WASHINGTON
and
PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763
{Representing the Supervisory Employees)

January 01, 2017 through December 31, 2019

THIS APPENDIX is supplemental tc the AGREEMENT by and between the CITY OF MONROE,
WASHINGTON, hereinafter referred to as the Employer, and PUBLIC, PROFESSIONAL & OFFICE-
CLERICAL EMPLOYEES AND DRIVERS LOCAL UNION NO. 783, affiliated with the International
Brotherhood of Teamsters, hereinafter referred to as the Union.

A Effective January 1, 2017, the monthly rates of pay for employees covered by this
Agreement shall be as follows:

STEPA STEPB STEPG STEPD STEPE STEPF
Position PG 00-12m 13-24m 25-36m 37-48m 49-60m 61m +

Supervisors U $5254 $5,517 $5,792 $6,082 $6,385 $6,705

A1 Effective January 1, 2018, the rates of pay which were in effect as of January 1, 2017, shall
be increased by one-half percent (5%} and one hundred percent (100%) of that
percentage increase in the “All Urban Consumers Index” (1967=100} for the Seattle-
Tacoma Area for that period from June 2016 to June 2017, as is supplied by the Bureau of
Labor Statistics, United States Department of Labor. Such increase from the “All Urban
Consumers Index” shall be 2 minimum of zero percent (0%) and a maximum of two and
one-half percent (2.5%).

A2 Effective January 1, 2019, the rates of pay which were in effect as of January 1, 2018, shall
be increased by one-half percent (.5%) and one hundred percent (100%) of that
percentage increase in the “All Urban Consumers Index” (1967=100) for the Seattle-
Tacoma Area for that period from June 2017 to June 2018, as is supplied by the Bureau of
Labor Statistics, United States Department of Labor, Such increase from the “All Urban
Consumers Index” shall be a minimum of zero percent (0%) and a maximum of two and
one-half percent (2.5%).

A13 Effective January 1, 2017, the Employer and the Union agree to establish a Labor-
Management Committee to coflaborate on a study of wages for the positions covered by
this Agreement. The Labor-Management Committee will start by agreeing on comparable
positions and cities or utility districts to be used in the study, and the methodology of the
study. The data gathered during this compensation study may be used as a basis for
determining future compensation.

A14 STEPS AtoB,Bto C, Cto D, Dto E and E to F are annual STEP increases effective each
twelve (12) month period from the employee’s anniversary date of hire.

A5 The City may pay newly hired employees with previous experience at a rate of pay higher
than Step A of the wage scale, but not greater than Step C.
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A8

A7

A8

Effective January 1, 2017, an empleyee who has earned a degree in a field of study
including police administration, political science, sociology, psychology, law, business
administration, education, criminology or other fields of study approved by the Employer
shall receive additional compensation as follows:

Degree: Monthly Amount:
AA $142.00
BA/BS $284.00

Effective January 1, 2018 and January 1, 2013 the above amounts shall be increased by
agreed upon COLA.

Effective January 1, 2017, upon completion of the required time of service, employees shall
be entitled to Longevity Pay as per the following schedule. Longevity shall be based on
the employee’s date of hire on full-time service, to become effective with the beginning of
the pay period following completion of the required service time.

- -Years of Employment: | - “Monthly Amount:
5 $35.50
10 $71.01
15 $142.00
20 $213.00

Effective January 1, 2018 and January 1, 2018 the above amounts shall be increased by
agreed upon COLA.

Health Insurance — Effective January 1, 2017, the Employer shall pay each month into
the following employee benefit plan the amount indicated, which is one hundred (100%)
for the employee and dependents, on behalf of each regular employee as defined in
Secticn 1.1.1 who was compensated eighty (80) hours or more in the month preceding the
month in which the contribution is due.

Washington Teamsters Welfare Trust Plan A ' $1,367.40
Washington Teamsters Welfare Dental Plan A $130.50
Washington Teamsters Vision Plan — Extended Benefit $14.90
Mcnthly Total $1,512.80

The Employer will pay one hundred percent (100%) of Premium to the Trust from year to
year. Effective January 1, 2017, the employees’ share shall be seven percent (7%) of the
monthly medical premium. If, during the term of this Agreement, the Employer’s unaffitiated
employees pay less than seven percent (7%) for their share of Teamsters Medical Plan A
premiums, then the employees covered by this Agreement shall pay what the unaffiliated
employees pay. Employee premiums shall be by pre-tax payroll diversion to the extent it's
allowable under the Law. Section A.1.8 of the contract will be reopened if the cost in any
year exceeds fifteen percent (15%) of the premium. Any resultant employee cost shall be
deducted from the employee's paycheck each month.

Any changes required by the provider of insurance coverage shall be implemented. These
include, but are not limited to, changes in required co-pays, deductibles and plan
administration procedures.

The parties agree to bargain in good faith to provide employees with a compensation
package that provides comparable coverage at an equivalent total cost of compensation
to that which the parties have bargained for in this Collective Bargaining Agreement, but in
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A19

A1.10

AZ

no event shall the Employer be required to pay an excise tax on the coverage. If the
Affordable Care Act is repealed by the U.S. Congress, including the excise tax provision,
this language shall not apply to any other tax or fee that may be included in any new
legislation on health insurance adopted by Congress.

Effective January 1, 2017, the Employer shall contribute the following amount, one hundred
percent (100%) of the premium, into the Retiree’s Welfare Trust.

‘Benefit Plan.2017: = ¢ Lo Monthly:
Washington Teamsters RWT F’Ian "Plus $94.85

Premiums for 2018 and 2019 will he paid at one hundred percent (100%) by the Employer.

The Employer shall pay one hundred percent (100%) of the premium to cover a Life
Insurance Plan of a least fifty thousand dollars (350,000}.

Effective January 1, 2017, the Employer will pay three percent (3.0%) into a deferred
compensation plan or VEBA for each employee. Each unit will elect as a unit what portion
of the three parcent (3.0%) will be paid into a deferred compensation plan and what portion
will be paid into VEBA. In the event the Employer changes providers from ICMA to another
provider, such change shall not result in a reduction of offered benefits or an increase in
employee costs. As part of the vote to determine the split of the three percent (3%), the
unit may vote if they would like to use VEBA monies to first go to payments for medical
premiums under A.1.8. If the unit chooses to use VEBA monies to pay premiums under
A.1.8, the only monies deposited into VEBA accounts will be the difference between the
VEBA contribution and the medical premium payment. If the VEBA contribution isn't
sufficient to cover medical premium payments, the difference will be deducted from monthly
earnings pursuant to A.1.8. Such election shall be in effect for the duration of the
agreement:

Benefit Plan: - R T eI vy S e b " Monthly %:
VEBA 2%
‘BenefitPlan: -~ 0.0 oot o1 Monthly %:
Deferred Comp Plan — C|ty match employee 19
contribution up to agreed upon percentage ’

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL CITY OF MONROE, WASHINGTON
EMPLOYEES AND DRIVERS LOCAL UNION

NO. 763, affiliated with the International
Brotherhood of Teamsters

Jostt 6 ol

Seott A. Sullivan, Sécretary-Treasurer

Date

3-13%- 1%
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ADDENDUM
by and between
CITY OF MONRQOE, WASHINGTON
and
PUBLIC, PROFESSIONAL & OFFICE-CLERICAL EMPLOYEES AND DRIVERS
LOCAL UNION NO. 763
(Representing the Supervisory Employees)

January 01, 2017 through December 31, 2019

THIS ADDENDUM is entered into by and between the City of Monroe, hereinafter referred to as the
“Employer,” and Public, Professional & Office-Clerical Empioyees and Drivers Locai Union No. 763,
affiliated with the International Brotherhood of Teamsters, hereinafter referred to as the “Union.” This
ADDENDUM shall become effective upon signing and attached to and become part of the Collective
Bargaining Agreement between the Employsr and Union.

WHEREAS, new employees enter into a position covered under the Collective Bargaining Agreement
between the Employer and Union, and

WHEREAS, an employee entering into such position covered by the Collective Bargaining
Agreement requires enroliment and participation in health care plans provided through Washington
Teamsters Welfare Trust; and

WHEREAS, Washington Teamsters Welfare Trust has an entry lag month, the entering of such health
care coverage may create a one (1) month period of time in which no health care coverage can be
provided; and

WHEREAS, the parties have an interest in ensuring that continuous health care coverage is provided
to employees;

THEREFORE; the EMPLOYER and UNION enter into the following conditions.

1) Whenever a new employee {or current employee) enters into a position covered by the
Washington Teamsters Welfare Trust, and where the employee would otherwise have a one-
{1-} month gap in coverage under the Washington Teamsters Welfare Trust due to the Trust's
lag month eligibility rules, the Emplayer shall be required, (with its initial payment fo the
Washington Teamsters Welfare Trust only) to make a double premium contribution for health
care coverage to pay for the normal initial month of coverage provided by the Trust as well
as the preceding lag month which is not normally covered during an employee's eligibility
period when enrolling in health care coverage provided under the Washington Teamsters
Welfare Trust.

2) For the purposes of premium cost sharing, the employee shall be responsible for his/her
portion of the premium as set forth in the Collective Bargaining Agreement, excluding the
month in which the double premium contribution is made. The Employer shall pay the entire
premium of the second {2} confribution.

PUBLIC, PROFESSIONAL & OFFICE-CLERICAL CITY OF MONROE, WASHINGTON
EMPLOYEES AND DRIVERS LOCAL UNION NO.

763, affiliated with the Internaticnal Brotherhood of
Teamsters| j

B Sl o (LA
By /% AN m By AM £

ScbttA Sulluvan Secfetary Treasurer om s, Mayor

Date % - %% - &:E“ Date 3 }ﬁ//l? -
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